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ABSTRACT 
The main reason of the research study was to discover or ascertain how organizational 
culture affects, the performance of the county governments in Kenya. Migori County 
Government was chosen as specific reference for the case study. The study was centered 
on the effects of, professionalism, customer relations, corruption and employees‘ 
commitment on performance of Migori County Government. For this research study, a 
descriptive survey research design was applied to determine the influence of organization 
culture on county performance. A target population of 513 employees was chosen and 
stratified random sampling was deployed to select the required sample from the 513 
target population of employees. A total of 154 employees (30%) was chosen as the 
sample size that was a mixture of top level Managers, Middle Level Managers and 
operational staff of Migori County Government. The study adopted Questionnaires which 
were used to collect Primary data. The questions were closed ended meant to give a total 
freedom for the respondents to make true independent choices. Out of 154 questionnaires 
supplied to the respondents, a response from 138 (89.61%) respondents were received 
and no response was received from 16 (10.39%) respondents. Data collected by the 
questionnaires were cleaned and coded. The questionnaire data was finally processed and 
analyzed by use of the statistical software called, Statistical Package for Social Sciences 
(SPSS) Version 25.0. Data was processed and by use Statistical measures such as 
percentages and frequency were used to analyze and interpret the study findings. 
Presentation of the analyzed data were done using tables, Pie Charts and Bar Charts. 
Based on the analysis of responses about the study objectives, the study found that an 
average of 60% were in agreement that professionalism is good, 50% were in agreement 
that Customer Relations is good, 44% of the respondents were in agreement that there is 
no corruption and finally 60% the respondents were in agreement that Employees‘ 
Commitment is good. From the above stated percentages, there are quite significant 
respondents that were not in agreement and therefore it is recommended that Migori 
County Government needs to carry out further research to evaluate the significant 
differences in the percentages of the respondents, Also HR Department, Customer 
Relations Management and user departments may need to employ motivational factors 
such as, In-house and external trainings and programmed staff performance evaluations. 
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CHAPTER ONE 
1.0 Introduction  
This chapter presents an elaborate background of the study and outlines the problem 
statement of the study. It also details the study objectives, research questions, justification 
and scope of the study and chapter summary. 
1.1 Background of the Study 
Every organization is influenced by the existing culture which varies from organization to 
organization. According to Ogbor (2003), Schein (2004) and Alvesson (2003) as cited by 
Omukaga (2016) the productivity of an organization is greatly affected by its culture. 
Organizational culture expressed in terms of shared values and vision can be instrumental 
in enhancing the performance of an organization. In a comparative study done by Wang 
Catherine L. and Rafiq Mohammed (2014) involving UK and Chinese firms, 
organizational culture emerges as driver of product innovation. The cultural diversity 
presents unique attributes of an organization which if utilized properly, can enhance 
competitive capabilities for better performance. Culture has also been found to influence 
organizational performance based on mutual understanding among stakeholders from 
different cultural backgrounds working together in the same organizations. For instance, 
in Chinese-owned organizations operating in African countries where the managers are 
Chinese while the employees are Africans, training on intercultural understanding has 
enabled organizations to create harmony amongst the stakeholders (Xing, Liu, Tarba, & 
Cooper, 2016).  
Organizational development has features that can increase sustainability on the basis of  
effectiveness. The enhancement of performance contributes to most of the employee‘s  
commitment in the organization while norms, values and objectives contribute in 
enhancing the culture of an organization (Awadh & Saad 2013). The studies on 
organization culture indicates that culture differences in most nations can be identified in 
the level of values. When cultural differences are compared between organizations,  
differences are identified on the basis of cultural practices.  
In comparison values and practices are more tangible and this can be seen in most of the 
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African countries. Organizational culture can be defined as the collective programming of 
the mind that distinguishes the members of an organization with the others (Hofstede, 
The 
Hofsted Centre). Hofstede (1980) carried a research on different employees of IBM from 
different countries on different elements of culture that can affect the organizational 
behavior. Cultural differences exist in different countries and this gives rise to  
multiculturalism and international awareness.  
Hofstede explained that Cultural differences results in distinctions between thinking and 
social action that results in certain behavior. According to Hofstede culture is mutually 
connected to ethnicity, and as well as regional groups, organizations, families, 
communities, subcultural groups, political systems and legal guidelines and profession of 
different countries same as African countries which have different political and legal 
frame works. The organizational behavior that is related to the practitioner‘s values and 
beliefs is based on culture elements and norm that influence the personality and 
performance   of organization (Sondergaard 1994).  The culture elements and personality 
affects behavior and sustainability of organization (Schwartz 1994). In 1980, Hofstede 
identified a model that represents strong relationship of culture which represent different 
countries.  
The modern organizational culture comprises of different behavior that determine the rule 
of which the organization, make decisions, form the organizational structure, and use 
leadership or power for its performance. The rule is based on the shared history and 
traditions of different organizations in the East African countries combined with 
leadership values. In effect, culture dictates the way we do business and the organization 
survival tactics that facilitates assimilation and personal success (Dave Urich, 2011). 
With some organization culture employees tend to do things expecting to be rewarded for 
the outcome of their action. Culture is considered the most intangible asset of an 
organization because, it adds value through differentiation, it is rare, difficult to initiate 
and without substitution (Kaplan & Norton, 2004). Organizational culture is a series of 
values, standards and beliefs (Handy,1986).  According to Armstrong (Zugaj and 
Cingula, 1992) as cited by Šehanović   2003), there are four important elements of 
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organizational culture which are cited as, organization values, organization climate, 
leadership style, work processes and systems. Performance management is a work system 
that begins when an employee‘ job is defined and needed but ends when the employees 
leaves the organization (Heathfield, 2009).  
Cultural diversity is one component factor that affects organizations and Counties in 
Kenya need to focus on it and develop ways to become totally inclusive. Counties can use 
culture diversity to yield higher productivity and competitive advantages.  So cultural 
diversity is a very key component of effective people management, that the counties need 
to embrace to improve their performance. To address the problems of, organizational 
culture, institutionalized ethnic, and disability discrimination, Kenya enacted a new 
constitution in 2010 to replace the independence constitution of 1963. Article 81, 54 and 
56 of the 2010 constitution formulate an act to promote the representation of, women, 
persons with disabilities, ethnic and other marginalized group in the public offices. Every 
county is required to develop and implement a five-year County Integrated Development 
Plan (CIDP) with stated goals and objectives, and implementation plan to give expected 
outcomes. Monitoring, feedback of the development plan. evaluation, and reporting 
mechanism are put in place. The development of the CIDP is clearly outlined and 
provided for in county government Act. Each CIDP is supposed to have, an institutional 
framework that includes the organization chart of the county. Migori County Serves 
diverse ethnic groups with different cultural backgrounds and it is due to this and many 
other factors that the research study seeks to evaluate how the Organizational Culture of 
Migori County affects service delivery of the entire county population. 
1.2 Statement of the Problem 
The managers of various organizations are often concerned about the leading financial 
indicators, and tend to forget or assume the role of non-financial indicators which also 
influence organizational performance. Organizational culture is one of the non-financial 
factors that are critical in achieving the needed performance. Initiatives to improve 
organizational performance have been left in the hands of Human Resource (HR) 
managers, who undermine and sometimes perceive organizational culture to have very 
minimal influence on employee and organizational performance (Cascio, 2006). Most 
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governments globally have standards of culture that effectively support the long term 
goals, vision, and mission and deliverable milestones. According to Kandula (2006), 
good performance is associated with a positive culture within the organization. Ahmed 
(2012) confirmed that organization culture has an active and direct role in the 
performance management. However, due to differences in organizational culture, the 
performance levels sometimes vary from organization to organization. Besides, there 
exists scanty empirical literature relating organization culture and the performance of 
county governments in Kenya. Mahmudah (2012) reports a significant relationship 
between organization culture and service delivery. Njugi & Nickson (2014) found in their 
study that was done at World Vision Kenya, that organizational culture has a great 
influence on the performance. It is because of the mixed views that result in more 
research to be carried out to evaluation the association between organization culture and 
performances by county governments, hence the need for this study.  
1.3 Study Objectives  
The fundamental objective of the study is to ascertain the effects of an organizational 
culture on performance of the County governments in Kenya 
1.3.1 Specific objectives of the study 
i. To determine the effect of professionalism on the performance of County 
Governments in Kenya. 
ii. To establish how customer relations affects the performance of County 
Governments in Kenya. 
iii. To assess how corruption affects the performance of County Governments in 
Kenya. 
iv. To determine the influence of employee commitment on performance of County 
Governments in Kenya. 
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1.4 Research Questions 
i. How does professionalism affect the performance of County Governments in 
Kenya? 
ii. To what extent does customer relations affect the performance of County 
Governments in Kenya? 
iii. How does corruption affect the performance of County Governments in Kenya? 
iv. To what extent does the employee commitment influence the performance of 
County Governments in Kenya? 
1.5 Significance of the study  
Organizational culture is one of the most important component in the field of 
organizational behavior, business ethics and county governance. This study will create 
more insight and greater need for organizational members to better understand the 
context of organizational culture and its effect on employee performance. More 
significance of this research is to the county government under study and as well as large 
Organizations to appreciate the phenomenon of culture and its effect on employee 
performance and organizational efficiency. The information will be useful to the 
Government and research institutions that may want to advance the knowledge and 
literature on intellectual capital. It can also be added to the literature as reference material 
to augment further research in the area. This study will be very valuable to practitioners 
in the area of organizational Culture and Management in Public, Private, Corporates and 
Non-Governmental Sectors in Kenya. The study will also be useful to academicians as 
they may use the information as a basis for further research.  
1.6 Study Scope  
The study will be conducted in the County government of Migori in Kenya and will 
involve the county headquarters and all the eight sub-county offices. The county covers 
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an area of 2586.4 square Kilometres with a population of 917170 (census 2009) and has 
eight sub-counties including; Nyatike, Kuria East, Kuria West, Suna East, Suna West, 
Rongo, Uriri and Awendo. Migori County borders the following counties; Homa Bay to 
the North, Kisii to the North East, Narok to the East and South East, Tanzania to the 
South and South West and Lake Victoria to the West. The headquarters of the county is 
Migori town which is also its largest town and in the county. Migori County is county of 
multicultural (metropolitan) county made of different ethnic communities. The County is 
inhabited by different ethnic communities and serves as an important link between Kenya 
and Tanzania and the second most viable commercial center in Luo-Nyanza after Kisumu 
(Kenya Bureau of Statistics, 2017). The study will be conducted in all the eight sub 
counties and the county headquarters. The study will take a duration of six months from 
march, 2018 to August, 2018 with a budget estimate of Ksh. 56,100 and the target 
population for this study is 513 employees. 
1.7 Chapter Summary  
This study seeks to determine how the performance of county governments in Kenya are 
influenced by organizational cultures. The performance of every organization is 
influenced by the existing culture which varies from organization to organization (Ogbor, 
2003; Schein, 2004; and Alvesson, 2003). In this study, organizational culture will be 
conceptualized in terms of professionalism, employee commitment, customer relations 
and corruption while performance will be studied in terms of service delivery, employee 
output, projects implementation and completion rates. The study will be conducted in 
Migori county as a case over a period of six months with a budget estimate of Ksh. 
56,100. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction  
This chapter is about literature review of the theories that form the components of this 
study. Specifically, the chapter reviews theories related to a study from the past academic 
literature. The main aim of the literature review is to provide the researcher with 
background information about the topic under investigation. 
2.1 Theoretical Literature review  
2.1.1 Schein Model of Organizational Culture 
Schein Model of Organizational culture was developed by Schein in 1990. It is a model 
that deals with three levels of organizational culture that is artifacts and behavior, 
espoused value and assumptions. According to Schein (1990) the three levels refer to the 
degree to which the different cultural phenomena are visible to the observer. Artifacts and 
behavior are the visible elements in a culture and can be recognized by people not part of 
the culture, these include any tangible element, identifiable elements in an organization 
such as dressing code, and office jokes among others (Schein 1990). Organizations‘ 
espoused values are the values and rules of behavior look at how the members present 
themselves and the organization. They address the organizational culture in terms of 
professionalism of the employees at work, their levels of commitment, the quality of 
customer service and performance which may arise if espoused values of the leaders are 
in line with the general assumption of the culture.  Slogans, mission statements and other 
operational creeds of the organization are often expressed, within the organization. Same 
applies to and personal values and finally the assumption element where the shared basic 
assumptions are deeply entrenched, taken for granted behaviors which are unconscious 
 8 
 
are also entrenched in the organization. These assumptions are integrated in the 
organization dynamics that it can be hard to recognize from within. 
2.1.2 Modernization theory 
Modernization theory was developed by Michael Latham in the year 2000. The theory 
explains the process of modernization which is the process through which a nation passes 
as it transitions from traditional society to a modern one. Comparatively this theory 
relates to devolved System of Governance in Kenya from Centralized system of 
Government to ensure improved service delivery to the people of Kenya. The purpose of 
modernization is to improve economic growth, enhance economic development, to 
reduce income disparities, and improve the living standards of the people. Coincidentally, 
county governments in Kenya pursue the same purpose of modernization. However, in 
any organization, there are practices that influence the organizational performance. 
According to Adefulu (2007), as cited by Iyanda (2012) the process of economic, and 
political development in modernizing societies tend to breed inequality, political 
instability and corruption which can be simply defined as the use of public powers to 
achieve private goals. This theory applies to this study as it brings out the interrelation 
between organizational culture and performance evidenced by the levels of economic 
growth and development.  
 2.2 Empirical Literature Review  
2.2.1 Professionalism  
Professionalism in every organization is very important since the memorial in all the 
organizations. Professionalism has a positive influence on the quality services rendered 
by the employees to the customers in the organization and a positive influence on the 
self- image of the individuals. People should be aware of their autonomy and the ethical 
responsibility in the organization performance processes (Kuasirikum, 2005). This 
improvement helps to establish confidence in the public information credibility to 
enhance quality service delivery and to increase the self-image and the image of the 
organization. Professional conduct refers to independence, objectivity, adaptability, 
integrity, and judgment (Casterella J., and Walker P. L. 2000) and this allows employees‘ 
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professionalism to conduct and encompass such additional factors as transparency and 
responsibility as critical to ensuring the public trust. 
High level of professional conduct of employees is the need of the public for public 
confidence in the quality of the service that a professional employee is expected to offer. 
Professional employees are supposed to conduct themselves in their job at higher level 
that attract most members of society. It therefore observed that the professionalism of 
employees is associated with quality of service (Arens and Loebbeck, 2000).   Employees 
ability positively affects service quality and lack of professional conduct negatively affect 
service quality which implies that if the employees exhibits greater professional conduct, 
they also will effectively reflect higher quality service (Stice,1991; Feroz, et al., 1991). 
Most of the organizations in the modern world are characterized with a constant 
evolution such that as one generation retires another moves in to take place of those who 
have retired. This has led to the categorization of the workforce into two categories that is 
Generation X (Gen X-ers), and Generation Y (Gen Y-ers) all working together. Cultural 
Gaps can lead to conflicts at work places. Differences in, education and upbringing, 
social norms, and values are some of the sources of cultural gaps. It is also worth noting 
that different perspectives in the workplaces can benefit and strengthen organizations. 
Due to these differences there is need to build new standards for professionalism in the 
workplace. So organizations should find ways of how to bridge generational and cultural 
diversity gaps in the organizations. The core elements of professionalism skills include 
communication, attitude, teamwork, networking and problem solving or critical thinking. 
Birkman, (2016) 
In the modern time, competition in service quality is an important issue to well-
established image and reputation. It is a credible and trustworthy representation of 
organization or individual. The greater service leads to better proficiency and assurance 
and the service works for a competitive advantage and task accomplishment. It is at the 
root of the business (Mancuso, 1991). The quality of service and efficiency in the service 
delivery are fundamental to profitable operation and self-image. Leaders must be more 
accountable for their behavior because the stakes are higher. Professional leaders need to 
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realize that the higher they rise the more exposed they become. The role model aspect of 
professionalism can give way to the unmerciful social eye given to eminence. 
2.2.2 Customer relationship 
Customer relationship management   is widely described as a strategy, process and 
practice or methodology.  Customer relationship management is not just something that is 
done once to new customers it is a continuous process. Customer relationship 
management, is an essential part of the modern organization or modern business 
management. As pointed out by Claudia et al (2001), customer relationship management 
can be seen as the alignment of business strategy, organization culture and structure and 
customer information and technology so that all customer intersections can be conducted 
to the long term satisfaction of the customers and to the benefit and increase in 
performance of the organization. 
Newell (2000), viewed customer relationship management as one of the newest 
innovations in customer service today. Customer relationship management helps 
management and customer service staff to cope with customer concerns and issues. The 
strategy involves gathering a lot of data about the customer, data collected are used to 
facilitate customer service transactions by producing information required to resolve the 
customer issues and concerns. This will often lead to more customer satisfaction and, a 
better business operation in terms of profit and performance. 
relationship marketing and Customer relationship management (CMR) are terms used 
interchangeably in marketing Literature. Nevin (1995) argues that, these terms have been 
used to reflect a variety of themes and perspectives. Some of the themes give narrow 
perspectives of the marketing functions while others offer Broad functional marketing 
perspectives which are paradigmatic in approach and orientation. CMR of narrow 
perspectives refer database marketing emphasizing the promotional aspects of marketing 
linked to database efforts (Bickert 1992). According to Boulding et al. (2005), Customer 
Relation Management represents an evolution beyond the existing idea. They examined 
that Customer Relationship Management goes beyond existing ideas as it includes the 
integration of all activities across the firm. The integration of these activities to firms and 
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customer values, generate required customer values and creates shareholder value for the 
firm. In addition, due to the newness to organizations which have not adopted it before 
and the technological aspect of the CRM definition, CRM is viewed as an innovation in 
this research.  
Customer Relationship Management (CRM) is a managerial philosophy that builds long 
term relationships with customers. CRM is defined as ―the development and maintenance 
of mutually beneficial long-term relationships with strategically significant customers‖ 
(Buttle, 2001). There are certain parameters or yardsticks which can be used to qualify a 
good customer relationship management strategy. These parameters are: Should be 
integrated to the business process throughout the enterprise. Must be accessible to every 
personnel involved in a customer‘s interaction with the organization. Must measure, 
analyze and improve process effectiveness. Must have coordinated process and strategies. 
Must have a single and universally shared data pertaining to a customer. Must be web-
based and possess real-time analytics with closed loop reporting. Should anticipate the 
customer‘s needs accurately to be available in the right place, at the agreed time, with the 
correct product for them. Barnes (2002) points out that CRM consists of three 
components which are the customer, relationship (between Company and Customer) and 
management. 
Analytical CRM is the use of customer data for analysis, modeling and evaluation to 
realize a mutual beneficial relationship between an organization and the customer. CRM 
analytics comprises all programming that analyzes data about customers of an enterprise 
and presents it in a way that enable better and quicker business decisions making. Almost 
every organization has collected and stored a wealth of data about their customers, 
suppliers, and business partner, (Parvatiyar et al, 2001). The differentiating factor of a 
successful progressive enterprise is its ability to discover valuable information hidden in 
this data and transform this data into knowledge. This involves capturing, storing, 
extracting, processing, analysis and interpretation of customer data to the corporate user. 
2.2.3 Corruption 
Corruption is described as the abuse of public office for private gains such as financial 
and status. Such gains may be to individuals or groups of people. Abuse of office can 
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include bribery, patronage, self-enrichment, nepotism, embezzlements, doing favors to 
relatives and friends. Abuse of office can also be seen in absenteeism for work, late 
coming to work, misuse of public property and misuse of confidential information. 
Corruption in Africa emanates from within institutions due to weak political institutions 
and affects Governance in Africa (Momo Zekeri 2015). This is due to lack of political 
will by Leaders to deal with corruption. The existence of anticorruption laws and 
institutions created to fight corruption in Africa put a lot of challenges to the Leaders 
whose commitments and effort are required to fight corruption. According Oluwaseun 
Tela (2013), Africa experiences poor Economic Performances due to corruption. All 
governments must exercise political will to fight corruption regardless of it impacts on 
the countries‘ developments. According to Lumumba Patrick (2011), Africa experiences 
low level of development which is partly blamed on corruption He suggests that it 
requires all the stakeholders to be involved in the process of fighting corruption by using 
the available resources in a transparent way. Generally, corruption leads to high rate of 
poverty, unemployment, low standards of living, insecurity, decline in foreign reserves. 
Maina and Nyandia (2013), in her research study about corruption and Service delivery, 
confirmed that corruption has negative impacts on Service delivery in public institutions. 
The Corruption levels in Public Institutions keeps increasing and this requires the 
Government to set up effective procedures and processes to stop corruption. The sources 
of corruption in a country can be traced to bureaucratic ways of governance or traditions, 
political development in a country, the countries social history, institutional weaknesses, 
and lack of commitments and goodwill from the leaders to fight the corruption. 
In Kenya, the motivation to remain honest in public service is weakened by the fact that 
most senior officials and political leaders use public office for private gain. It is also 
realized that corruption arises out of social tensions or pressures. Kenya is now being 
governed by social forces previously excluded from the economy and now control state 
power, and are delivering services to previously excluded and marginalized people.‖ It is 
clear that Kenya perceives corruption as a notable serious problem, whose impact on 
socioeconomic rights of the people is difficult to eliminate (Warren 2004). Prosecution of 
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incidents of corruption are no easy to prosecute due to lack of centralized collated 
information. Impacts of corruption involves a lot of diverse effects such as loss of money, 
increases in inequality and obstacles to developments, which are difficult to measure or 
quantify. Corruption is also secretive phenomenon so there does not exist much 
knowledge about it that can be used for its eradication.  
From Kenya Magazine, (Republic of Kenya, 2009, p. 1) one writer explained that 
corruption impedes a state‘s ability to use its available resources to progressively achieve 
the full realization of socio-economic rights because national resources are instead 
diverted into the pockets of public officials, or because development aid is mismanaged, 
misused or misappropriated. Governments loses revenue from abuse of different kind of 
taxes and fines at a macro fiscal level due to corruptions. Governments high spending on 
contracts are due to corruption loadings and frontings which leads to distortion of policy 
and inefficient resource allocations. 
From Chiefs of Mission in Kenya, (2014, p. 1), money spent to deliver public goods such 
as safe roads and health care services doesn‘t go as far due to corruption this is because 
corruption impacts on investment and growth, especially in countries in need of foreign 
capital. Foreign investors who make long term investment contributions countries 
development are usually discouraged from investing in corrupt countries. But some 
foreign investors with questionable schemes always tries to invest in corrupt countries to 
gain through corrupt means. 
Structural difference ends up with several individuals being denied access to, education, 
information, and knowledge concerning their rights that would make them challenge the 
abuse of power. Thus, it has been argued that: The roots of corruption lie in the unequal 
distribution of resources in a society. Corruption thrives on economic differences which 
provide conducive conditions for corruption and, in turn, ends up in additional 
inequalities. Sensible governance could be an elementary right in an exceedingly good 
democracy and it implies transparency and avoidance of irresponsibleness. Smart 
governance entails associate degree of administration that is sensitive and conscious of 
the requirements of the individuals and is effective in managing rising challenges in 
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society by framing and implementing acceptable laws and measures. It includes strict 
rules and responsibilities 
From (Boswell, 2010; Shiundu, 2010), economic inequality provides a fertile breeding 
ground for corruption and, in turn, it leads to further inequalities which affects, good 
governance which is considered a fundamental right in a democracy, transparency and 
accountability. Thus, basically corruption lead to unequal distribution of resources in a 
society and exists in both democratic and non-democratic state systems. But 
automatically develops into a by-product of the non-democratic state system. There are 
chances that corrupt practices will be exposed and protested against but not easy to 
eliminate. Therefore, it is necessary to use democratic governance to fight corruption to 
stop, the rule of law, democratic governance, accountability and sustainable development 
from being undermined by corruption. It breaches the contract between citizens and 
public officials, and this has grave consequences for successful government (Ochami & 
Njiraini, 2010). Corruption blatantly undermines the democratic ethos, the institutions of 
democracy, the rule of law and the foundational values of our nascent constitutional 
project (Warren 2004, p. 329). With maladministration of public service undermined by 
corruption, the state cannot respect, protect, promote and fulfil all the rights of 
individuals enshrined in the Bill of Rights and security of society is put at risk. 
Githongo (2010) states that corruption is an antithesis to democracy and the rule of law 
since it diverts the resources that are needed to improve the lives of citizens but instead, it 
is used to enrich a few individuals at great cost to many sentiments. It is further explained 
that corruption prevents the organization or state, from fulfilling its constitutional 
requirements and derails the legitimacy of our democratic government. Corruption affects 
the rule of law and it has a serious negative effect on foreign investment which destroys 
investor confidence (Mueller (2008, p. 186). It affects also income distribution of the 
state.  
Good governance largely depends on the extent to which the general citizenry perceives a 
government to be legitimate, i.e. committed to improving the general public welfare, 
delivery of public services while favouring no special interests or groups (Warren 2004, 
 15 
 
p. 329). Corruption causes unjust access to limited goods of social and political situation 
of the state and that can cause political unrest in public sector. The major impact of 
corruption is mostly realized in political and economic institutions which contribute to 
failures in development. Corruption in public and private sectors poses important socio-
economic, governance, values, and ethics challenges in contemporary Kenya.  Corruption 
is detrimental to the soul of the nation, the institutions of democracy and the values and 
ethos of a young democracy like ours (Speech of President Uhuru Kenyatta in 2014 
March 18).  
Studies show that democratic and transparent politics are related and associated with low 
corruption, freedom of press and the rule of law giving a strong influence on keeping 
corruption levels of down. There can be a significant association between corruption and 
income inequality, with corruption perpetuating and increasing existing inequality 
(Fraser-Moleketi, 2007). This implies that corruption is a contributor to limiting 
economic growth, which is a cause of low income and poverty traps.  
2.2.4 Employee Commitment 
Employee commitment to an organization plays quite a key role in the improvement of 
the organizational performance and can be measured through different ways for example, 
organization financial performance, employee turnover, and return on equity. Employees 
commitment can be improved by their involvement in performance assessment and 
measurements. According to Mowday et al., (1982). the employees will be considered 
committed when they remain with the organization for long time period. 
Over the years, a lot of researches have been done to support the employee commitment 
and at the end, a conclusion was reached that committed employees stay in the and 
continue working in an organization for long time as compared to those who are less 
committed with the organization. Richard Steers (1977) found that more committed 
employees wish to terminate from the organization at minimum level. Employees, 
normally have intentions for their commitments to their organization. They remain in the 
organization and work hard and continue performing their tasks that increases their 
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positive attitude towards the organization which increases the productivity of the 
organization and result in higher organizational performance.  
Steers (1977) found that employee commitment is directly related with the company 
turnover. Also, Jeffrey Arthur (1994) concluded that organizational performance will be 
enhanced by higher level of employee commitment. Arthur confirmed that productivity 
of the organization is highly increased with the help of organizational commitment. 
Green, Felsted, Mayhew, and Pack (2000) had found that employee commitment 
decreases the probability of employees‘ tendency of leaving the job. Patrick Owens 
(2006) also found in his studies that committed employees lead to higher organizational 
performance and very low level of employee shift from the organization.  
Effective organizational commitment is always a result of the core behavior of the major 
employees along with their behavioral factors like turnover intention (Addae et al., 2006). 
Richard et al. (2009) defines organizational performance can be measured through three 
basic outcomes which are financial performance, product market performance and return 
to the shareholders. As Schneider, Hanges, Smith, and Salvaggio (2003) had found that 
micro-orientation on way to job attitude and performance relationship is somewhat 
puzzling, the interest of the employee attitudes had much of its motivation in the 1960s 
when organizational scientists such as Argyris (1964), Likert (1961), and McGregor 
(1960) purposed that the organizational performance is a result of the employee 
experience and commitment. Integrity has been explained as the best of the human state, 
the better the humans are committed to their tasks will lead to their better performance 
that results in batter results (Comte-Sponville, 2001; Weiner, 1993; Chapman, & Galston, 
1992; Dent, 1984; MacIntyre, 1984). 
Second period of employee commitment was advanced by Porter et al. (1974). The focus 
was to evaluate how employees have the psychological attachment to the organization. It 
was observed that commitment was a kind of attitude-centered tailored to economic 
contract. Employee‘s retention does not only come from economic factors but also on a 
significant affective influence. Accordingly, commitment was defined by Porter and his 
followers as ―…the relative strength of an individual‘s identification with and 
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involvement in a particular organization…‖  Mowday, Steers and Porter, 1979). They 
claimed that employee commitment is a combination of three parts: ―Strong Acceptance‖, 
―Participation‖ and ―Loyalty‖. The exchange theory was established as the main 
explanation for the process of commitment (Mowday, Porter and Steers, 1982). It was 
also noticed that commitment was an alternative construct to job satisfaction.  
The researchers seem to be more concerned with personal success than the success of the 
organization as a whole Addae and Wang, (2006).  Those that are less committed, 
seemingly appear as if themselves are outsiders and not as long-run members of the 
organization. By distinction, staff with high commitment to a corporation see themselves 
as an integral part of the organization. Therefore, something that threatens the 
organization is an impending danger to them similarly. Such staff become creatively 
concerned in the organization‘s mission and values, and perpetually come up with ways 
in which to try and do their jobs with higher levels. In essence, committed workers work 
for the organization as if the organization belongs to them. 
The relationship between employee commitment and workers‘ performance has been 
studied below varied disguise. Khan, (2010) investigated the impact of employee 
commitment (Affective commitment, Continuance commitment and Normative 
commitment) on employee job performance. The results discovered a positive 
relationship between employee commitment and employees job performance. Therefore, 
job performance emerged as a determinant of worker commitment. Thus, Khan, (2010) 
suggested that managers need to pay special attention to antecedents of worker 
commitment and every factors that foster worker commitment. They found that staff 
having a great employee commitment perform well and employees having sensible 
perspective towards work are extremely glad as compared to workers who are less 
inclined towards their work. Ali, (2010) found that there is positive relationship between 
corporate social responsibility and employee commitment similarly as between employee 
commitment and organizational performance. They therefore concluded that 
organizations will improve their performance through employees‘ commitment by 
participating in social activities since such activities additionally embrace the welfare of 
employees and families.  
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2.3 Summary and Research Gaps  
The study seeks to evaluate the relationship between Organizational culture and 
performance of county governments in Kenya. It focuses four aspects of organizational 
culture including, Professionalism, Employee Commitment, Customer relations and 
corruption in relation to performance of county governments in Kenya.  Researchers 
generally agree that appropriate organizational culture management influences the 
employees to portray certain attitudes and behaviors which end up leading to improved 
performance (Kulatunga 2006). Research on the outcomes of organizational culture 
resolution mechanisms by a number of studies in various disciplines show that 
professionalism, corruption, customer relationship and employee commitment are able to 
increase employees‘ service efficiency and productivity by increasing commitment 
among employees, reducing the intentions for turnover and gradually improving 
satisfaction enhancing organizational effectiveness (Boxall, 2011). According to Freeman 
(2011) meticulously crafted organizational culture management strategies impact on 
employee loyalty within the organization which reflect on the overall performance. 
However, this mutual effect is negated by managers and supervisors who perceive 
organization culture management as a means of patronizing their employees.  
Based on the empirical review above, issues of workplace programs and methodologies 
of organization culture are not organizational concepts but existing continuum which 
needs to be developed and implemented. This means that in order to create harmony at 
workplace managers must design and implement with the help of supervisors, benefits 
and policies that help employees to improve organizational culture for the greater good of 
the organizations they work for.  
 
 
 
 
 
 19 
 
 
 
 
 
 
 
 
 
 
2.4 Conceptual framework 
 The organizational culture is the independent variable in this research study which is 
indicated by professionalism, customer relations, corruption and employee‘s 
commitment. The dependent or response variable is Organizational Culture on County 
government performance 
Independent variables        
 
        Dependent Variable 
 
 
 
 
 
 
Customer Relations 
- Interpersonal relations 
- Communication skills 
- Employee Attitude  
Employee Commitment 
- Availability 
- Timeliness 
- Reliability 
Corruption 
- Conflict of interest 
- Political influence 
- Biased decisions 
Performance of County Government 
- Service Delivery 
- Project execution 
- Resource Utilization 
Professionalism 
-    Ethical conduct 
-    Reliability 
-    Accountability 
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Figure 2. 1: Conceptual framework 
2.5 Operationalization of variables 
The study will assess the relationship between organizational culture and performance of 
county governments. The performance of county governments is the dependent variable 
measured in terms of the level of service delivery, project execution and efficiency of 
resource utilization. The independent variables will consist of: professionalism - studied 
in terms of ethical conduct, reliability and accountability; customer relations – Measured 
in terms of interpersonal relations, communication skills and employee attitude; 
Employee commitment - studied in terms of availability, timeliness and reliability and 
corruption – measured in terms of the levels of conflict of interest, political influence and 
biased decisions. 
2.6 Chapter summary  
Most organizations have gaps between their existing and their desired cultures. These 
culture gaps provide insight to an organization's ability to change and effective targets of 
change. Engineering and technical managers concerned about the cultures of their 
organizations in the midst of ISO 9000 certification processes, rapid changes and growth, 
and dramatic market and technological restructuring now have a tool and a process for 
evaluating their organizations. 
We devised an instrument to measure these culture gaps. We applied this instrument in a 
county-based R&D facility for pilot testing and then conducted a full study at the 
headquarters of a Migori County. We found that divisions having people who were 
supportive, tolerant, fair, and cooperative had higher teamwork scores. High pay for good 
performance, employment security, praise for performance, and opportunities for 
professional growth corresponded with higher levels of employee commitment. Managers 
can use information about these relationships to help close culture gaps and improve job 
satisfaction, increase employee commitment to the organization, and improve levels of 
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teamwork. And more so to the service delivery to the people as these will enhance the 
trust of the people on the county performance and to reduce the over reliance of the 
people on the politicians as people will just focus on the empowering.  
 
 
 
 
 
 
 
CHAPTER THREE 
RESERCH DESIGN AND METHODOLOGY 
3.0 Introduction  
The chapter is composed of, the research design, target population, sampling procedure 
and sample size. It is also comprised of data collection instruments, pilot study, data 
collection techniques, data analysis and ethical consideration for this study. 
3.1 Research design  
Dooley (2007) defines research design as the scheme, outline or plan that is used to 
generate answers to research problems. According to Churchill (2009) a descriptive 
survey is appropriate since it describes the elements of the study variables. This study, 
therefore, adopted a descriptive survey research design which sought to evaluate the 
influence of organization culture on county performance.   
3.2 Target population 
Orodho (2005) defines target population as a large population from whom a sample 
population is selected. The population targeted was 513 respondents comprising of 40 
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Senior Manager, 68 Middle Level Managers 405 Operational Staff as represented by 
Table 3.1. 
Table 3. 1: Target Population 
Category Frequency Percentage 
Senior Managers 40 7.8% 
Middle Level Managers 68 13.3% 
Operational Staff 405 78.9% 
Total 513 100% 
 
3.3 Sample and sampling technique 
A sampling technique was employed to conclusively provide answer to the research 
objectives. Stratified random sampling was deployed to select the required sample from 
513 target population of employees. These employees were selected from the hierarchy 
of the Migori County Government, that is Senior Managers, Middle Managers, and 
Operational Staff.  
3.3.1 Sample Size 
Sample size determination is the act of choosing the number of observations or replicates 
to include in a statistical sample (Kombo and Tromp, 2006). The sample size is an 
important component of any empirical study whose goal is to make inferences on a 
population from a sample. In a descriptive research, a sample size of 10-50% is accepted 
(Mugenda and Mugenda 2003).  The study therefore used a sample consisting of 30% of 
the target population which is equivalent to 154 employees.  
Table 3. 2: Sampling frame 
Category Population Sample  
Senior Managers 40 12 
Middle Level Managers 68 20 
Operational Staff 405 122 
Total 513 154 
 
3.4 Instruments  
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This study adopted Questionnaire to collect Primary data. Qquestionnaires consists of a 
number of questions typed and printed in adequate order or form. The questions were 
closed ended. This gave a total freedom for the respondents. Closed ended questions 
provide a list of all possible alternatives from which the respondents chose the best to suit 
them. Closed ended questions required the respondents to tick on the boxes containing 
―Strongly Disagree, Disagree, Neutral, Agree, or Strongly Agree‖ for answers. This 
enabled the researcher to collect comparable data and encourage high response rate. 
 
 
 
 
3.5 Pilot study 
Pilot study is a distinct preliminary investigation conducted before embarking on the 
main study (Mugenda and Mugenda, 2003). Before actual data collecting, the researcher 
carried out a pilot study in Migori County Government on a section of the respondents to 
assess the clarity of the questionnaire items to help in modifying the items that would be 
found out to be vague or inadequate thus improving the quality of the research 
instruments. The respondents who participated in the study were not included in the 
sample 
3.5.1 Validity  
Validity is the degree to which the research instruments will appropriately and accurately 
measure what they are supposed to measure (Orodho 2005). The researcher employed a 
construct validity test as advocated by Cronbach (1955) relating the questionnaire to the 
general theoretical framework so as to determine whether the instrument will be tied to the 
concepts and the theoretical assumptions. Content validity test was also done to ascertain 
clarity and simplicity thus this research employed the use of clear and concise wording of the 
questions to ensure that the content of the research instrument is up to standard. 
3.5.2 Reliability 
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Reliability of the measurements were assessed with the use of Cronbach alpha to measure 
what the instrument purports to measure. Reid (2006) further indicates that a coefficient 
greater than or equal to 0.7 is considered acceptable and a good indication of reliability of 
a measuring instrument. 
3.6 Data Collection Procedure  
To obtain the required data from the sample, the researcher sought permission from the 
administration office of the county to proceed with the data collection exercise. The 
researcher administered the structured questionnaires to all the members of the sample 
via a drop-and-pick method.  
 
 
 
3.7 Data Analysis and Presentation 
Data from the questionnaires were, cleaned, coded and analyzed using statistical software 
called, Statistical Package for Social Sciences (SPSS), Version 25.0. From Statistical 
measurements of means, standard deviations and percentages were then used to interpret 
the study findings. Presentation of the analyzed data were done using tables, Pie Charts 
and graphs. 
3.8 Ethical Consideration 
The researcher clearly explained to the respondents that the information sought will only 
be used for research purpose. This is important so as to protect them from any 
psychological harm or public embarrassment of identifying with the information given to 
the researcher. 
3.8.1 Informed Consent 
The researcher treated the respondents with dignity and politely asked for their voluntary 
informed consent to complete the questionnaires. 
3.8.2 Voluntary participation 
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The researcher explained the importance of this study to employees to enable them 
participate voluntarily. 
3.8.3 Confidentiality 
The researcher assured the respondents of complete confidentiality of the information 
given. 
3.8.4 Privacy 
The researcher assured the participants of their confidentiality and will not require them 
to disclose their personal details in the questionnaires. The researcher assured the 
respondents of complete anonymity to avoid any feeling of victimization 
3.8.5 Anonymity 
The researcher assured the respondents of their anonymous identity as far the 
questionnaires are concerned. 
 
 
3.9 Chapter Summary 
The chapter forecasts on how the data is collected, the various techniques used in the data 
collection, the sample size and how the data collected from the study were analyzed and 
how the findings were interpreted and presented. 
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETAION 
4.0 Introduction  
This chapter presents the findings pertaining to the objectives of the research study of 
which data obtained is presented in, the tabular form, pie charts and bar graphs from 
which responses are interpreted. The chapter is sub- divided into a number of sections 
that refer to the subject under study. 
4.1 Presentation of Findings 
 The researcher hand delivered 154 questionnaires to the staff members of Migori County 
Government of Kenya. these questionnaires were self-administered and therefore did not 
require the presence of the researcher. The questionnaires were then collected within four 
days, coded and analyzed. 
4.1.1 Response Rate  
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The determination of the response rate was important because it enabled the researcher to 
know which questionnaires were eligible for analysis. The analysis of the response rate 
was as follows: 
Table 4. 1: Response Rate 
Response Rate Frequency Percentage 
Response  138 89.61 
Non-Response 16 10.39 
Total  154 100 
 
 
 
Figure 4. 1: Response Rate 
Out of all the 154 questionnaires that were administered, 138 questionnaires were 
returned representing a response rate of 89.61% while 16 respondents comprising 10.39% 
did not participate effectively. Further, 18 of the returned questionnaires did not meet the 
completeness threshold and therefore were not used for analysis. Therefore, on the basis 
of the findings, it can be concluded that the response rate was high, hence enabled 
achievement of the research objectives. 
4.1.2 Gender of the respondents   
89.6% 
10.4% 
Response
Non-Response
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The issue of gender was important in the study as it would indicate whether there was 
gender balance in the response given. The findings were shown by table 4.2 and figure 
4.2 
Table 4. 2: Gender of the respondents  
Gender  frequency Percentage 
Male  66 55 
Female  54 45 
Total  120 100 
 
 
Figure 4. 2: Gender of the respondents  
As indicated in the table 4.2 and figure 4.2, the total number of male respondent and 
female respondent who participated in the study were 55 % and 45% respectively. From 
the findings it can be concluded that the male representation is more than the female 
representation. However, the findings show that the minimum threshold for gender equity 
is met in Migori county Government. This demonstrates that Migori County Government 
has no gender biasness in their employment practices. 
4.1.3 Age of the Respondents in Years. 
The respondents were grouped under different age group ranges of 21-30, 31-40, 41-50 
and above 50 years. This was necessary to see how the county has workforce with 
diversity of age groups. 
Table 4. 3: Age of Respondents 
Age Category  Frequency Percentage 
[PERCENTAGE] 
[PERCENTAGE] 
Male
Female
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21-30 44 36.7 
31-40 49 40.8 
41-50 15 12.5 
Above 50 12 10.0 
Total  120 100 
 
 
 
Figure 4. 3: Age of the respondents 
Table 4.3 and figure 4.3 shows that 36.7% of the respondents were at the age bracket 21-
30 and 40.8% were in the age bracket 31-40 while 12.5% were in 41-50 the age bracket 
and 10% were of the age above 50. Based on these statistics it evident that majority of the 
employees in the county government were young. This implies that the County 
Government of Migori can utilize the young and energetic workforce to improve their 
performance and service delivery. 
4.1.4 Level of Education 
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From the analysis of the education level of the respondents, Migori County Workforce 
skill base is explained by table 4.4 and figure 4.4 
Table 4. 4: Level of Education 
Level of Education Frequency Percentage 
Certificate  39 32.5 
Diploma  53 44.2 
Bachelor‘s Degree 20 16.7 
Post Graduate 8 6.7 
Total  120 100 
 
 
Figure 4. 4: Level of Education of the respondents 
Table 4.4 and figure 4.4 indicate the response got on the education level of employees of 
Migori County. From the study findings, 32.5% response represents certificate level, 
44.2% response represents diploma level, 16.7% response represents bachelor‘s degree 
and 6.7% represents post graduate. The study findings indicate that majority of the 
employees of Migori County Government are diploma graduates, represented by 44.2%. 
From the response, education of diploma and above totals to 67.5% and this shows that 
Migori county has majority of its employees educationally qualified which is good for the 
performance of the county. The gap between diploma and bachelor‘s degree is high at 
27.3%. The county therefore needs to encourage and support some employees with 
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diploma to pursue bachelor‘s degrees and that will further improve the performance of 
the county. 
4.1.5 Working Experience of the respondents. 
Respondents were grouped in years of work experience. The experience duration 
considered were those with less than 5 years, 5-10 years 10-15 years and those with more 
than 5 years‘ experience Table 4.5 and figure 4.5 are used for the analysis. 
 
 
 
 
 
 
Table 4. 5: Working Experience of the respondents 
Working Experience Frequency Percent 
Less than 5 years 35 29.2 
5-10 61 50.8 
10-15 13 10.8 
More than 15 11 9.2 
Total  120 100.0 
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Figure 4. 5: Working Experience of the respondents 
Table 4.5 and figure 4.5, indicate that those who have work experience of less than 5 
years were 29.2%, those with work experience between 5-10 years were 50.8%, those 
with 10-15 years were 10.8% and more than 15 years were 9.2%. From the responses, it 
is observed that 50.8% of the employees have work experience of 5-10 years which 
means that the county has most employees with enough skill base that is capable of 
improving the performance of the county. 
 
 
 
 
4.1.6 Employment Level of the respondents 
The respondents were in three categories of employment levels of Top Management, 
Middle Management and operational staff. This was necessary to evaluate the ratio of 
management to operational staff. 
Table 4. 6: Employment Level of the respondents 
Category                                                                    Frequency                                      Percent
Top Management 11 9.2 
Middle Management 16 13.3 
Operational Staff 93 77.5 
Total 120 100.0 
 
 33 
 
Figure 4. 6: Employment Level of the respondents 
Table 4.6 and figure 4.6, shows that the top level management who participated in the 
research study were 9.2%, the middle level management were 13.3% and the operational 
staff were 77.5%. This shows that the ratio of Middle Level Management to operations 
staff is 1:6. This is an indication that the Migori County might be having quite a number 
of employees in Management positions.  
4.1.7 Descriptive analysis of Professionalism on County Government Performance 
This section seeks to find out if county employees perform their duties professionally by, 
upholding ethical conduct, providing reliable services, observing performance standards 
and taking responsibilities of their actions as required by the county.  
Table 4. 7: County employees uphold ethical conduct when undertaking their duties. 
Category Frequency Percent 
Strongly Disagree 14 11.7 
Disagree 7 5.8 
Neutral 20 16.7 
Agree 64 53.3 
Strongly Agree 15 12.5 
Total 120 100.0 
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Figure 4. 7: County employees uphold ethical conduct when undertaking their 
duties. 
Table 4.7 and figure 4.7 shows response from the employees of county government of 
Migori County about upholding of ethical conduct when undertaking their duties. It is 
observed that 65.8% of the employees are under agreement that ethical conduct is upheld 
when employees are undertaking their duties. But there is a significant percentage of 17.5 
who did not agree with that opinion and there may need to find out why they believe that 
ethical conduct is not upheld. The same applies to employees who were neutral in their 
response.  
 
 
 
 
Table 4. 8: Staff members provide reliable services as and when required 
Category Frequency Percent 
Strongly disagree 13 10.8 
Disagree 18 15.0 
Neutral 14 11.7 
Agree 55 45.8 
Strongly agree 20 16.7 
Total 120 100.0 
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Figure 4. 8: Staff members provide reliable services as and when required 
Table 4.8 and figure 4.8 indicate a total of 62.5% of the employee were under agreement 
that staff members provided reliable services as and when required. But 25.8% of 
employee did not agree with that opinion and 11.7% were neutral in their response. 
Therefore, this may require the Migori County Government to find out the reason for this 
divergent opinion.  
 
 
 
 
Table 4. 9: Employees observe performance standards to achieve pre-determined 
goals and objectives 
Category Frequency Percent 
Strongly disagree 17 14.2 
Disagree 9 7.5 
Neutral 19 15.8 
Agree 64 53.3 
Strongly agree 11 9.2 
Total 120 100.0 
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Figure 4. 9: Employees observe performance standards to achieve pre-determined 
goals and objectives 
Table 4.9 and figure 4.9 indicate that 62.5% of the employees were under agreement that 
performance standards are observed in order to achieve the set goals and objectives. But a 
significant percentage of 21.7 were in disagreement and also 15.8% gave neutral 
response, this may call for further investigation.   
Table 4. 10: Employees take individual responsibility for their actions 
Category Frequency Percentage 
Strongly disagree 14 11.7 
Disagree 11 9.2 
Neutral 24 20.0 
Agree 55 45.8 
Strongly Agree 16 13.3 
Total 120 100.0 
 
0
20
40
60
Strongly
disagree
Disagree Neutral Agree Strongly
agree
14.2% 
7.5% 
15.8% 
53.3% 
9.2% 
P
E
R
C
E
N
T
A
G
E
 
RESPONSE 
 37 
 
 
Figure 4. 10: Employees take individual responsibility for their actions 
Table 4.10 and figure 4.10 indicate the response rate of respondents on the individual 
responsibility for their actions with 61.1% under the agreement that employees are taking 
individual responsibility for their actions. Significant percentage of 20.9 are not in 
agreement and a further 20% respondents being neutral. It would require the County 
Government to investigate on these divergent opinions. 
4.1.8 Descriptive analysis of Customer Relations and County Government 
Performance 
This sections seeks to find out whether there is, team work among staff, effective 
communication among staff members, interaction with respect to stakeholder and good 
response for the satisfaction of the customers.  
Table 4. 11: Employee work as a team in delivering services to the people  
Category Frequency Percent 
Strongly disagree 15 12.5 
Disagree 10 8.3 
Neutral 27 22.5 
Agree 46 38.3 
Strongly agree 22 18.3 
Total 120 100.0 
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Figure 4. 11: Employee work as a team in delivering services to the people 
Table 4.11 and figure 4.11 shows that 56.6% were in agreement that employees were 
working as a team in delivering services to the people. But a percentage of 20.8 did not 
agree with the opinion and further 22.5% were neutral. This call for a need to find out 
why there is such significance number of employees not in agreement. 
Table 4. 12: Communication among staff is effective and promotes county 
development  
Category Frequency Percent 
Strongly disagree 22 18.3 
Disagree 15 12.5 
Neutral 17 14.2 
Agree 54 45.0 
Strongly agree 12 10.0 
Total 120 100.0 
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Figure 4. 12: Communication among staff is effective and promotes county 
development 
Table 4.12 and figure 4.12shows that 55% of the employee were in agreement that 
communication among staff were effective and promotes County development. While a 
significant percentage of 30.8 did not agree followed by 14.2% respondents who were 
neutral. This points to needs of improvement of communication among staff. 
Table 4. 13: The county staff interact with respect among themselves and apply the 
same to the clients and customers 
Category Frequency Percent 
Strongly disagree 17 14.2 
Disagree 15 12.5 
Neutral 28 23.3 
Agree 43 35.8 
Strongly agree 17 14.2 
Total 120 100.0 
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Figure 4. 13: The county staff interact with respect among themselves and apply the 
same to the clients and customers 
Table 4.13 and figure 4.13 indicate that 50% of the employees are in agreement that staff 
interact among themselves and apply the same to their clients and customers. But 26.7% 
of the employees are not in agreement and a significant figure of 23.3% of the 
respondents were neutral. This indicate half of the respondents were not in agreement 
hence there is need to improve the interactions among staff. 
Table 4. 14: The organization responds to customers’ issues promptly to satisfy their 
expectations  
Category Frequency Percent 
Strongly disagree 18 15.0 
Disagree 15 12.5 
Neutral 20 16.7 
Agree 51 42.5 
Strongly agree 16 13.3 
Total 120 100.0 
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Figure 4. 14: The organization responds to customers’ issues promptly to satisfy 
their expectations  
Table 4.14 and figure 4.14 indicate that 55.8% of the respondents supported the opinion 
that Migori County Government responds to the customer‘s issues promptly. With 27.5% 
disagree while 16.7% of the respondents were neutral. The number of these people is of a 
great significance hence there is a need to find out the reason to this issue. 
4.1.9 Descriptive analysis of Corruption and County Government Performance  
This section was to establish whether, employees avoids actions that can cause conflict of 
interest, policy and decision making in development issues are unbiased, organization 
enjoys political goodwill and there is transparency in planning and execution of projects 
in the County. 
Table 4. 15: Employees avoid actions that can cause conflict of interest in the 
workplace 
Category Frequency Percent 
Strongly disagree 25 20.8 
Disagree 14 11.7 
Neutral 19 15.8 
Agree 51 42.5 
Strongly agree 11 9.2 
Total 120 100.0 
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Figure 4. 15: Employees avoid actions that can cause conflict of interest in the 
workplace 
Table 4.15 and figure 4.15 indicate 51.4% of the respondents were in agreement that 
employees avoid actions that can cause conflict of interest. While 32.5% did not agree 
and 15.8% of the respondents remained neutral, these numbers were significant that raise 
the need for further investigation on the matter. 
Table 4. 16: Policy and decision making on the development issues is unbiased 
Category Frequency Percent 
Strongly disagree 26 21.7 
Disagree 23 19.2 
Neutral 20 16.7 
Agree 45 37.5 
Strongly agree 6 5.0 
Total 120 100.0 
 
 
Figure 4. 16: Policy and decision making on the development issues is unbiased 
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Table 4.16 and figure 4.16 shows that 42.5% of the respondent were in agreement that 
policy and decision making on the development issues was unbiased. But 40.9% which is 
great percentage were not in agreement. Further 16.7% of the respondents gave neutral 
response. This implies that the County Government needs to address this big percentage 
of those who were not in agreement. 
 Table 4. 17: The organization enjoys political goodwill from leaders representing 
various constituencies 
Category Frequency Percent 
Strongly disagree 19 15.8 
Disagree 18 15.0 
Neutral 26 21.7 
Agree 44 36.7 
Strongly agree 13 10.8 
Total 120 100.0 
 
 
Figure 4. 17: The organization enjoys political goodwill from leaders representing 
various constituencies 
Table 4.17 and figure 4.17 indicate that 47.5% of the respondent were in agreement that 
organization enjoys political goodwill from leaders representing various constituencies. 
But 30.8% of the respondent did not agree while 21.7% of the respondents were neutral. 
The respondents who were not in agreement is quite high and calls for the County carry 
out further research to evaluate the divergent opinion.  
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Table 4. 18: There is transparency in planning and execution of project in the 
county 
Category Frequency Percent 
Strongly disagree 
Disagree 
Neutral 
Agree 
Strongly agree 
Total 
31 25.8 
29 24.2 
20 16.7 
35 29.2 
5 4.2 
120 100.0 
 
Figure 4. 18: There is transparency in planning and execution of project in the 
county 
From table 4.18 and figure 4.18, half (50%) of the respondents indicated that there is no 
transparency in planning and execution of projects in the county, while 16.7% of the 
participants were neutral and 33.4% of the respondents agreed that there is transparency 
in planning and execution of projects in the county. This implies that there is need to 
enhance transparency in planning and implementation of county projects. 
 
4.1.10 Descriptive analysis of Employee Commitment and County Government 
Performance 
This section was to find out if, staff are all the times available for work assignments 
during official working hours, staff observe punctuality as a sign of professionalism, 
County employees always turn up to work and carry out their duties without constant 
supervision, and The management team is committed to achievement of goals set by the 
county. 
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Figure 4. 19: Staff are all the times available for work assignments during official 
working hours 
Category Frequency Percent 
Strongly disagree 12 10.0 
Disagree 11 9.2 
Neutral 27 22.5 
Agree 51 42.5 
Strongly agree 19 15.8 
Total 120 100.0 
 
 
 
Figure 4.19: Staff are all the times available for work assignments during official 
working hours 
Table 4.19 and figure 4.19, indicate that 10% of the respondents strongly disagree, 9.2% 
disagreed, 22.5% of the respondents were neutral, 42.5% agreed, and 15.8% strongly 
agreed that staff were all the times available for the work assignment during the official 
working hours. This means that a total of 19.2% were under disagreement (strongly 
disagree and disagree). A total of 58.3% of respondents were in agreement (those who 
agree and strongly disagree). This implies that majority of the Migori County 
Government staff are usually available for their work assignments. Meanwhile it is also 
important to consider the significant figure of 19.2% and 22.5% respondents who were 
the ones in disagreement and neutral. 
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Table 4. 19: Staff observe punctuality as a sign of professionalism that helps builds 
their reputation as dependable and consistent worker 
Category Frequency Percent 
Strongly disagree 13 10.8 
Disagree 13 10.8 
Neutral 27 22.5 
Agree 59 49.2 
Strongly agree 8 6.7 
Total 120 100.0 
 
 
 
Figure 4. 20: Staff observe punctuality as a sign of professionalism that helps builds 
their reputation as dependable and consistent worker 
Table 4.20 and figure 4.20 shows that 10.8% strongly disagree, 10.8% disagree, 22.5% of 
the respondent were neutral, 49.2% agree and 6.7% strongly agree. The rating on staff 
punctuality and consistency as a sign of professionalism a total of 54.9% of the 
respondents were in agreement (those who strongly agree and agree) this implies that 
Migori County Government staff are observing punctuality to their work stations as a 
sign of professionalism to build their reputation and consistency. Meanwhile a total of 
21.6% of the respondents did not agree (strongly disagree and disagree) and 22.5% are 
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neutral. These respondents send a signal of concern that county needs to consider 
addressing 
Table 4. 20: County employees always turn up to work and carry out their duties 
without constant supervision 
Category Frequency Percent 
Strongly disagree 14 11.7 
Disagree 7 5.8 
Neutral 19 15.8 
Agree 64 53.3 
Strongly agree 16 13.3 
Total 120 100.0 
 
 
Figure 4. 21: County employees always turn up to work and carry out their duties 
without constant supervision 
Table 4.21 and figure 4.21 indicate that 11.7% strongly disagree, 5,8% disagree, ,15.8% 
of the respondents were neutral, while 53.3% agree and 13.3% strongly agree. This 
shows that a total of 66.6% of the respondents were in agreement that employees are 
always turning up to work to carry out their duties without constant supervision but a 
total of 17.5% of the respondents disagreed and 15.8% were neutral and this number is of 
significance that cannot be left unconsidered  
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Table 4. 21: The management team is committed to achievement of goals set by the 
county 
Category Frequency Percent 
Strongly disagree 14 11.7 
Disagree 13 10.8 
Neutral 22 18.3 
Agree 56 46.7 
Strongly agree 15 12.5 
Total 120 100.0 
 
 
Figure 4. 22: The management team is committed to achievement of goals set by the 
county 
Table 4.22 and figure 4.22 shows the rate of response got from the findings on 
management commitment to achieving their goals set by the County. From the 
findings,11.7% of the respondents strongly disagreed, 10.8% disagree, 18.3% of the 
respondents were neutral while 46.7% agreed and 12.5% strongly agreed. According to 
the findings, a total of 59.2% were in agreement (Agree and Strongly Agree) that the 
management team are committed to achieving the set goals by the county while a total of 
22.5% did not agree (Strongly disagree and disagree) and 18.3% of the respondents were 
neutral, these two groups makes a significance number that needs to be factored in order 
to identify why they have a different opinion or why they could not make decision on this 
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4.1.11 Descriptive analysis of County Government Performance 
This section is about, the resource utilization as per the County budget, development 
project implementation as per the plan, high quality and dependable service delivery and 
achievement of set targets by the employees. 
Table 4. 22: Resources are utilized appropriately as per the county budget and 
underlying regulations 
   
Category Frequency Percent 
Strongly disagree 28 23.3 
Disagree 23 19.2 
Neutral 24 20.0 
Agree 41 34.2 
Strongly agree 4 3.3 
Total 120 100.0 
 
 
Figure 4. 23: Resources are utilized appropriately as per the county budget and 
underlying regulations 
Table 4.23 and figure 4.23 are used to analyze whether resources are utilized in the 
County appropriately as per the County budget and the underlying regulations. From the 
findings, 23.3% of the respondents strongly disagreed, 19.2% disagreed, 20% were 
neutral while 34.2% agreed and 3.3% of the respondent strongly agreed. According to the 
findings a total 42.5% of the respondents disagreed (Strongly disagree and disagree) this 
implies that the County Government should come up with policies and strategies on how 
it can utilize the resources appropriately. On the other hand, 20% of the respondents were 
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neutral and a total of 37.5% were in agreement that the County utilize its resources 
appropriately 
Table 4. 23: Development projects are implemented as planned economically 
 
Category Frequency Percent 
Strongly disagree 21 17.5 
Disagree 29 24.2 
Neutral 24 20.0 
Agree 41 34.2 
Strongly agree 5 4.2 
Total 120 100.0 
 
Figure 4. 24: Development projects are implemented as planned economically 
Table 4.24 and figure 4.24 indicate that 17.5% strongly disagree, 24.2% disagree. 20% 
were neutral while 34.2% of the respondents agree and 4.2% strongly agree. From the 
findings a total of 41.7% are in disagreement that development projects are implemented 
economically as planned. This implies that the County needs to check on its projects 
implementation policies. Also those in charge of the project implementations in the 
County may need find out why a number staff are not in agreement that projects are 
implemented as planned. 20% of the respondents were neutral on this and a total of 
38.4% were in agreement (Strongly agree and agree). 
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Table 4. 24: The organization emphasizes high-quality and dependable service 
delivery in all departments 
Category Frequency Percent 
Strongly disagree 17 14.2 
Disagree 24 20.0 
Neutral 27 22.5 
Agree 47 39.2 
Strongly agree 5 4.2 
Total 120 100.0 
 
Figure 4. 25: The organization emphasizes high-quality and dependable service 
delivery in all departments 
Table 4.25 and figure 4.25 show that 14.2% strongly disagree, 20% disagree, 22.5% of 
the respondents were neutral while 39.2% agree and 4.2% strongly agree. From the 
findings it is evident that a total percentage of 43.4 of the respondent (Strongly agree and 
Agree) that the County emphasizes high-quality and dependable services in all 
departments, while a total of 34.2% did not agree (strongly disagree and Strongly agree) 
and 22.5% of the respondents were neutral. The staff in disagreement and those who were 
neutral in their response form a greater significant percentage of 65.9% and this may 
require the County Government needs to enhance teamwork and improve on quality 
services. 
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Table 4. 25: Employee achieve performance targets set by the organization 
promptly 
Category Frequency Percent 
Strongly disagree 20 16.7 
Disagree 21 17.5 
Neutral 28 23.3 
Agree 45 37.5 
Strongly agree 6 5.0 
Total 120 100.0 
 
 
Figure 4. 26: Employee achieve performance targets set by the organization 
promptly 
Table 4.26 and figure 4.26 show that 16.7% strongly disagree, 17.5% disagree, 23.3% of 
the respondents were neutral, while 37.5% agree and 5% strongly agree that employees 
achieve performance targets set by the organization promptly. From the findings, a total 
of 42.5% of the respondents agreed (those who Strongly agree and Agree) while a total of 
34.2% did not agree (Strongly disagree and disagree) and 23.3% of the respondents being 
neutral. The County government need to address the high percentage of the divergent 
opinion. 
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4.2 Limitations of the Study 
4.2.1 Lack of Co-operation  
Some of the respondents were uncooperative during collection of data with some not 
willing to take the questionnaires to fill.  
4.2.2 Time Factor 
Some of the County Senior official had busy working schedule and this made some of 
them not able to fill in the questionnaires. 
4.2.3 Respondents Confidence  
Some of the respondents were resistant to disclose some of the information they had as 
they were afraid of being victimized and intimidated. It took some senior County 
Government Officials to explain that the research study was for academic purpose and 
will also make the county improve its operations and services. Later quite a number of 
the staff were able to respond to the questionnaires.  
4.3 Chapter Summary 
In this chapter the SPSS version 25 was used to produce table and figures for the 
processing and analysis of collected data. Detailed analysis of the findings from the 
questionnaires were done in order to test the validity of the objectives and subsequent 
effects on the County Government performance. Professionalism, customer relations, 
employee commitment and corruption were the variables being tested against the County 
Government performance objectives. The quantitative analyzed data were then discussed.  
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUTIONS 
5.0 Introduction  
The purpose of the research study was to find out and analyze effects of Organizational 
Culture on Performance of County Governments in Kenya based on research objectives. 
This chapter presents the summary of the findings, the recommendations and the 
conclusion of the research study. 
5.1 Summary of the Findings 
5.1.1 Professionalism  
From the research study it was found that professionalism had an effect on the 
performance of Migori County Government. Professionalism leads to quality Service and 
that requires employees to perform their duties by upholding ethical conduct, providing 
reliable services, observing performance standards and ensuring customer satisfaction. 
This applies to both internal and external customers. From the research study, it is 
observed that over 60% employees displays professionalism and have knowledge its 
effect to the overall performance of the County Government. This supports the study by 
Arens and Loebbeck (2000) which found that professionalism of employees is associated 
with quality of service and this was supported by Feroz, et al. (1991). 
5.1.2 Customer Relations  
From the research study it was found that slightly over 50% respondents agreed that 
customer relations positively affect the Migori County Government Performance. A good 
customer relations ensure team work among staff, effective communication among staff 
members, interaction with respect to stakeholders and good response for the satisfaction 
of the customers. This is in line with Claudia et al (2001) who stated that, customer 
relationship management can be seen as, the alignment of business strategy, organization 
culture and structure and customer information to the long term satisfaction of the 
customers and to increase the performance of the organization. This is supported by 
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Newell (2000) who said that Customer relationship management helps organization‘s 
management to cope with customer concerns and issues. 
5.1.3 Corruption  
The study was to establish whether, employees avoids actions that can cause conflict of 
interest, policy and decision making in development issues are unbiased, organization 
enjoys political goodwill and there is transparency in planning and execution of projects 
in the County. It was found that less than 50% of the respondents are in agreement that 
corruption has got little effects on the performance of the Migori County Government. 
Corruption has negative impacts on Service delivery in public institutions (Maina and 
Nyandia 2013).  
5.1.4 Employee Commitment 
The study found that an average of 60% of the respondents were in agreement that 
employee commitment positively affects the performance of the Migori County 
Government. Jeffrey Arthur (1994) in his research conclusion stated that organizational 
performance will be enhanced by higher level of employee commitment. Khan (2010) in 
his study concluded that there is a positive relationship between employee commitment 
and employees job performance. 
5.2 Recommendations  
This section gives recommendations on the findings on the research study about the 
effects variables on the County Government Performance. The variable includes, 
professionalism, customer relations, corruption and employees‘ commitment. 
5.2.1 Professionalism  
It was observed that the County Government needs to improve the professionalism of the 
staff to improve the County Government performance. This can be achieved by in house 
and external trainings. The human resource management needs to execute training 
activities.  
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5.2.2 Customer relations 
From the research study findings, it is recommended that the County Government needs 
to improve on customer both internal and external customer relations to increase 
performance of the County on, effective communication among stakeholders, meeting 
customer demands, effective interactions among stakeholders, and on building effective 
team work.  
This needs to be done by the public relations and human resource department by 
providing effective training activities like team building. 
5.2.3 Corruption  
From the research study, it was observed that an average of 56% of the respondents did 
not commit that there are no corruption practices within the county. It is therefore 
recommended that the County Government should carry out further research to evaluate 
why that this big significant percentage of respondents were non-committal that 
corruption does not exist. 
5.2.4 Employees Commitment 
From the research study the County Government needs to improve the performance of 
the County by improving by, ensuring that staff are the times punctual and available for 
assignments during official hours, improving management engagement with staff and 
empower staff to work with minimal supervision. This is the responsibility of the human 
resource department to ensure that staff are motivated and trained to achieve high work 
performance. 
Finally, the to address strategies for monitoring and evaluation the county will need to 
develop quality management trainings, internal and external audits on staff performance 
level and to ensure continuous staff performance evaluation and yearly staff appraisal. 
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5.3 Conclusion 
The research study was to determine the effects of organizational culture on the 
performance of County Governments in Kenya a case study of Migori County. The 
evaluation of the performance was based on the study and analysis of professionalism, 
customer relation, corruption and employees‘ commitment.  
The study scope was about the Migori County Government performance to a total of 
eight constituencies of diverse ethnic communities. The study was centered on Migori 
County employees‘ performance of which the overall county performance relies on. 
According to theoretical literature review by Edgar Schein and modernization theory 
respectively, culture deals with three levels which is artifacts and behaviour, espouse 
value and assumptions. These levels addresses professionalism, quality and level of 
employee commitment. Modernization theory points to society development from 
traditional to modern societies which leads to economic growth and development. These 
same purposes from the theories are the same pursued by the Migori County 
Government. 
From the empirical literature review a number of researchers discussed about the 
professionalism, customer relation, corruption and employees‘ commitments as 
individual variables but little reference to the effect of organizational culture on the 
organizational performance. It is these gaps that the researched was conducted on the 
effects of organizational culture on the performance of Migori County Government. The 
research study shows that the variables considered, were found to affect the performance 
of Migori County. 
The research was conducted by applying a methodology of research design, identification 
of, the target population, the sample, sample size and sampling technique. In the case of 
Migori a target population of 513 was considered and the sample size of 154 was used for 
the research study of which 130 respondents effectively responded. The researcher 
adopted the questionnaire instrument which was used to collect data for processing and 
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analysis. Finally, data analysis and interpretation were done by using Statistical Package 
for Social Sciences (SPSS) software version 25 
 
REFERENCES 
Addae HM, Parboteeah KP, Davis EE (2006). An examination of the moderating effects 
of psychological contract breach in Trinidad and Tobago. International journal of 
organizational analysis. 14(3): 225-238.   
Ali Imran, Rehman K, Ali Syed. I, Yuosaf J. and Zia M (2010). Corporate Social 
Responsibility Influence, Employee Commitment and Organization Performance. 
Africa Journal of Business Management. 
Arens and Loebbeck, (2000) A Contemporary Edition for Africa Management Principles  
 http://www.educatedbooks.co.za/Search_Display.asp?Identity=Business 
Argyris (1964), Likert (1961), and McGregor (1960) impact of employee commitment on  
organizational performance; Arabian Journal of Business and Management 
Review Vol. 1, No.3; October 2011 
Armstrong (Zugaj and Cingula,1992) Effects of Organizational Culture on Employee  
Performance 
Awadh, A. M., & Saad, A. M. (2013) impact of Organizational Culture on  
Employee Performance. International Review of Management and Business 
Research Vol. 2 Issue 1 March 2013 
Barnes, J.G. (2002). ―The issues of establishing relationships with customers in service  
companies: When are relationships feasible and what form should they take?‖,  
American Marketing Association and Vanderbilt University Center for Services  
Marketing, Vol. 55, pp 365-378.  
Bickert C.G (1992). Promotional aspects of database marketing. Customer relationship  
management Johnson publishers New York.  
 59 
 
Boulding, W. Stalin, R., Egret, M. and Johnston, W.J. (2005). ―A customer relationship 
management roadmap: What is known, potential pitfalls and where to go‖, 
Journal of Marketing Vol. 69, pp. 155-166.  
 
Boswell, A. (2010, January 27). Kenya corruption scandal triggers halt to US education  
 funds. Retrieved June 24, 2010, from  
http://www1.voanews.com/english/news/ 
Boxall P and Purcell J (2011), Strategy and Human Resource Management, 3
rd
 Edition, 
Palgrave Macmillan. PP 74 
Buttle. (2001). "The CRM Value Chain," Marketing Business Review, Primetime  
Publisher's Texas, pp 52-55.  
Cascio, W. (2006) Managing human resources, productivity, quality of work life, profit 
 (7
th
 edition) New York MC Grew-Hill 
Casterella J., and Walker P. L. (2000). Modeling the audit opinions issued to bankrupt 
 companies. Decision Sciences (Journal of the Decision Sciences Institute) 
Volume 31 Issue 2. 
Chiefs of Mission in Kenya.  2014, April 13). Corruption undermines Kenya‘s efforts to 
ﬁght terrorism. Standard Digital. Retrieved April 14, 2014, from 
http://www.standardmedia.co.ke /?articleID=2000109288. The original title given 
to this piece by the Mission Chiefs is ‗Graft is Kenya‘s Achilles‘ heel‘. 
Claudia, I et al (2001). Building the customer centric enterprise. Penguin publishers 
 London. 
Dave Ulrich, ―Are we there yet?‖ eBook, HR Magazine  2011) 
Dooley, K.  2007), ―Leadership and a computational model of organizations,‖ in J. K. 
Hazy, J. Goldstein & B. Lichtenstein (Eds.), Complex Systems Leadership 
Theory. Mansfield, MA: ISCE Publishing Company, p. 327-332. 
 60 
 
 
 
 
 
Felsted, Mayhew, and Pack (2000) African Journal of Hospitality, Tourism and Leisure, 
Volume 6(4)-(2017) ISSN:2223-814X Copyright:©2017AJHTL- Open Access-
Online@http//:www.ajhtl.com  
Heathfield, S M  2009) ‗Training: your investment in people development and 
retention‘, [online] (cited 20 August 2015) Available from  
URL:http//humanresources.about.com/od/educationgeneral/a/training_invest.htm 
Hofstede, G. (nod). Geert Hofstede culture. Retrieved from Geerthofstede.com.  
Hofstede, G. (nod). The Hofstede Center. Retrieved from Geert-Hofstede.com.  
Hofstede, G. (nod). Wikipedia.org. Retrieved from Wikipedia free encyclopedia.  
Hofstede Geert (1980), An interview with Geert Hofstede - Emerald Management First 
 (Guru Interview by Sarah Powell) 
Iyanda David O. Babcock University, Ilesha Remo, Ogun State, Nigeria, Arabian  Journal 
of Business and Management Review (OMAN Chapter) Vol. 2,  
No.4, Nov. 2012 
Fraser-Moleketi, G. (2007). Towards a common understanding of corruption in Africa. 
 International Journal of African Renaissance Studies, 2(2), 239–249. 
Githongo, J. (2010). Fear and loathing in Nairobi: The challenge of reconciliation in 
Kenya.  Foreign Affairs, 89(4), 2–9. 
Kandula (2006), Performance Management: Strategies, Interventions, Drivers (Eastern  
 Economy Edition), Printed by PHI Learning Private Ltd, Delhi 
Kaplan, R. S. and D. P. Norton. (2004). Measuring the strategic readiness of intangible 
 assets. Harvard Business Review (February): 52-63 
 61 
 
 
 
Kenyatta, U. (2014, March 18). Speech by his Excellency Hon. Uhuru Kenyatta, during 
the ofﬁcial launch of the Ethics and Anti-Corruption Commission Strategic Plan 
2013–2018. Kenyatta International Conference Centre, Nairobi. Retrieved June 
23, 2014, from http://www.scribd.com/doc/213069109/President-Uhuru- 
Kenyatta‘s Speech During the Ofﬁcial Launch of the Ethics and Anti-corruption 
Commission Strategic Plan 2013–2018 
Khan M.R., Zia Uddin, Jam F.A. and Ramey M.I. (2010). The Impacts of Organizational  
Commitment on Employee Job Performance. European Journal of Social 
Sciences. 15(3), Pp. 292-298. 
Kombo, D.L. and L.A. Tromp, 2006. Proposal and Thesis Writing: An Introduction. 
Pauline Publications. Nairobi, Kenya. 
Kuasirikum, (2005). Attitudes to the development and implementation of social and 
environmental accounting in Thailand. Critical Perspectives on Accounting 16 
(2005) 1035–1057 
Kulatunga,  2006). Attitudes and perceptions of employee‘s workforce on organization 
 performance 
Lumumba Patrick, (2011) Corruption: The Bane of Africa Abstract – Ethics and 
Anticorruption.  
http://eacc.go.ke/docs/Corruption%20the%20bane%20of%20Africa.pdf 
Mahmudah, E. W. (2012). Effects of organizational culture and ability on organizational 
commitment and performance in Ibnu Sina hospital, Gresik. Academic Research 
International, 2(1), 349-355. 
 Maina Jane Nyandia (2013), Impact of Corruption On Service Delivery in The Ministry 
 62 
 
of Lands of Kenya (2005 –2012).  A Project Submitted in Partial Fulfillment of 
the Requirement for the Award of Master of Public Administration (M.P.A) 
Degree at the University of Nairobi 
 
Mancuso, (1991). Opinion on office of emergency management 
Momo Zekeri, (2015), Corruption and Governance in Africa. Global Network for Peace  
and Anti-Corruption Initiative (GNPAI) Abuja, Nigeria. 
https://www.researchgate.net/publication/308792420_CORRUPTION_AND_GO
VERNANCE_IN_AFRICA 
Mowday, R., Porter, L. and Steers, R. (1982) Employee—Organization Linkages: The 
Psychology of Commitment, Absenteeism, and Turnover. Academic Press, New 
York. 
Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The Measurement of 
Organizational Commitment. Journal of Vocational Behavior, 14, 224-247.
 http://dx.doi.org/10.1016/0001-8791(79)90072-1 
Mugenda, O. M. & Mugenda, A. G. (2003). Research methods: Quantitative and  
 qualitative Approaches. Nairobi: African Centre for Technology Studies 
Mueller, S.  2008). The political economy of Kenya‘s crisis. Journal of Eastern African 
   Studies, 2(2), 185–210. 
Njugi A. Wanjiku & Agusioma Nickson Lumwagi (2014), Effect of Organisation 
Culture on Employee Performance in Non-Governmental Organizations. 
International Journal of Scientific and Research Publications, Volume 4, Issue 11, 
November 2014 1 ISSN 2250-3153 
Ochami, D., & Njiraini, J.  2010, December 3). Sh270b: That‘s what we lose to graft  
 yearly. The Standard, p. 1 and 4. 
Ogbor John O. and Williams Johnnie, The cross-cultural transfer of management  
 63 
 
practices: The case for creative synthesis. Cross Cultural Management An 
International Journal 10(2):3-23 · June 2003 
 
 
 
Oluwaseun Tella (2013), Corruption and Economic Development: Africa and East Asia 
In Comparative Perspective. Ubuntu: Journal of Conflict and Social 
Transformation Volume 2, Numbers 1 & 2, 2013 Pp 47-67 
https://www.researchgate.net/publication/311417545_Corruption_and_Economic
Development_Africa_and_East_Asia_in_Comparative_Perspective 
Omukaga A.A., 2016.  Effects of Organizational Culture On Employee  
Performance at AON Limited, Nairobi, Kenya 
Orodho J.A. (2005) Elements of Education and Social Science Research Methods, 
Kanezja Publishers 
Orodho (2005) Factors Influencing Performance ISSN (Paper)2224-5766 ISSN 
 (Online)2225- 0484 (Online) Vol.5, No.6, 2015 
Republic of Kenya. (2009). Quarterly economic and budgetary review: Third quarter 
 2008/2009. Nairobi: Ofﬁce of the Deputy Prime Minister and Ministry of 
Finance. 
Richard et al. (2009) Measuring Organizational Performance: Towards Methodological 
Best Practice 
Richard Steers, Organizational effectiveness: a behavioral view, book (1977) 
Schein Edgar H., Organizational Culture, Massachusetts Institute of Technology, Sloan  
 School of Management. American Psychologist, 45, 109-119. February 1990 
Schein Edgar H. (2004). Organizational Culture and Leadership, Third Edition. Wiley  
 Imprint. 
Schneider, Hanges, Smith, and Salvaggio (2003) A hand book, Human resources and  
 64 
 
sustained competitive advantage: a resource-based perspective. 
Schwartz, S. H. (1994). Beyond Individualism Collectivism: New Cultural Dimensions of  
 Values. Sage.  
Sondergaard, M. (1994). Hofstede's Consequences: A Study of Reviews, Citations and  
 Replications. Organization Studies. 
Wang Catherine L. and Rafiq Mohammed, Ambidextrous Organizational Culture, 
Contextual Ambidexterity and New Product Innovation: A Comparative Study of 
Uk and Chinese High-Tech Firms, British Journal of Management, Vol. 25, 58–
76 (2014) 
Warren, M. E. (2004). What does corruption mean in a democracy? American Journal of 
 Political Science, 48(2), 328–343 
Xing Yijun, Liu Yipeng, Tarba, Shlomo Yedidia, Cooper Cary L. Intercultural influences 
on managing African employees of Chinese firms in Africa: Chinese managers‘ 
HRM practices. International Business Review 25 (2016) 28–41 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 65 
 
 
 
 
 
 
 
 
APENDICES 
APPENDIX I: LETTER OF INTRODUCTION 
Frederick Okech 
P. O. Box 8596-00100 
NAIROBI 
0721921592 
fokech@mua.ac.ke 
11
th 
July, 2018 
 
County Secretary/Director Human Resources,  
Migori County Government, 
MIGORI 
 
Dear sir/madam 
RE: PERMISSION TO COLLECT DATA 
I am a student at the Management University of Africa taking a Bachelor of Management 
and Leadership course with a specialization in Business Administration. I am carrying 
out an academic research on Effects of Organizational Culture on Performance of 
County Governments in Kenya – A Case of Migori County Government.  
I am requesting that you allow me to collect data from your organization. The study is 
purely meant for academic purpose and the findings shall not be divulged to other uses. 
Any assistance accorded to me will be appreciated. 
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Thank you. 
Yours faithfully, 
 
Frederick Okech 
 
APPENDIX II: RESEARCH QUESTIONNAIRE 
Kindly answer the questions by putting a tick in the appropriate box  
SECTION A: GENERAL INFORMATION 
1. Gender 
Male      {   } 
Female    {   } 
2. Age in Years  
Between 21-30   {   } 
Between 31-40   {   } 
Between 41-50   {   }  
Above 51    {   } 
3. Highest level of Academic qualification 
Certificate     {   } 
Diploma     {   } 
Bachelors Degree   {   } 
Post Graduate     {   } 
4. Work Experience in Years  
Less than 5 years    {   } 
5-10 years          {   } 
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10-15 years    {   } 
Above 15 years   {   } 
5. Employment Level           
Top management                      {   }                                
Middle management                  {   } 
Operational staff                       {   } 
 
SECTION B: PROFESSIONALISM   
Statement Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
6. County Employees uphold ethical conduct    
when undertaking their duties 
     
7. Staff members provide reliable services as 
and when required 
     
8. Employees observe performance standards 
to achieve pre-determined goals and objectives 
     
9. Employees take individual responsibility for 
their actions 
     
 
SECTION C: CUSTOMER RELATIONS 
Statement Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
10. Employees work as a team in delivering 
services to the people 
     
11. Communication among staff is effective 
and promotes county development 
     
12. The County staff interact with respect 
among themselves and apply the same to the 
clients and customers  
     
13. The organization responds to customers 
issues promptly to satisfy their expectations 
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SECTION D: CORRUPTION 
Statement Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
14.  Employees avoid actions that can cause 
conflict of interest in the workplace  
     
15. Policy and decision making on 
development issues is unbiased 
     
16. The organization enjoys political goodwill 
from leaders representing various 
constituencies 
     
17. There is transparency in planning and 
execution of projects in the county 
     
SECTION E: EMPLOYEE COMMITMENT    
Statement Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
18. Staff are all the time available for work 
assignments during official working hours  
     
19. Staff observe punctuality as a sign of 
professionalism that helps builds their 
reputation as dependable and consistent 
worker 
     
20. County employees always turn up to work 
and carry out their tasks without constant 
supervision 
     
21. The management team is committed to 
achievement of goals set by the county 
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SECTION F: COUNTY GOVERNMENT PERFORMANCE 
Statement Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
22. Resources are utilized appropriately as per 
the county budgets and underlying regulations 
     
23. Development projects are implemented as 
planned economically 
     
24. The organization emphasizes high-quality 
and dependable service delivery in all 
departments 
     
25. Employees achieve performance targets set 
by the organization promptly 
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